Abstract-This research explain the influence of leadership style and organizational culture to the motivation and the implications of the lecturer performance in private universities, by taking research location in Bandar Lampung, Indonesia. The Private university is an academic institution managed by individual /foundation certain characteristics, generally have not adequate academic capacity than the public university, so that it adversely affects the academic performance, especially the performance of lecturers. By taking a sample of 244 samples from 30 Private Universities in Bandar Lampung, where the samples are taken to obtain data relating to the variables of leadership style, organizational culture, motivation and performance of lecturers will be observed. Meanwhile, a descriptive quantitative is the methodolgy that is used in this research, and Structural Equation Model is an analytical tool to find the influence and the causal relationship between those variables. The results showed that the leadership style, organizational culture, and motivation should be carried out simultaneously, in order to improve the performance of lecturers. Therefore, academic management must be able to motivate the lecturers to increase the professionalism, and academic career development. In addition, to increase the motivation of lecturers, leaders must be able to develop the existing system through training programs, and policy to encourage the lecturers improving education.
I. INTRODUCTION
In the globalization era, the entire of National Higher Education should be ready to compete with universities in Southeast Asia, Asia, and even the world. Lecturers as educators have the main task of transforming, developing and disseminating science, technology, and the arts through education, research, and community service. So that a lecturer has a central and strategic role to determine the height of the low quality of a university. [1] In this case, the Foundation (as the owner of Private Universities) should be able to manage the Human Resources, including work load of activities, such as: planning, implementing learning process, evaluating of learning, guiding and training, conducts research, perform additional tasks, and giving services to community . Therefore, the requirement of an ideal lecturer not only obtained by calculating the needs of faculty and teaching work load to the total load of the lecturers itself, but also how many the foundation lecturer who holds master and doctorate degree, or those who are studying. But in reality, the system of planning and development being done is still not meet the expectations in terms of quantity, quality, and qualification. In order to support the improvement of the quality, planning, and development of lecturers including recruitment process, therefore the improvement of qualification of lecturers based on educational background should be be done carefully, to ensure quality development of education on subject and learning process effectively and efficiently. As the figure 1 showed, the quality of education for lecturers in Private University is determined by the quality of services provided by the University, where production process is a process of education services, while the quality of education is the result of the services provided by the Private University. Institutions of higher education or university can be described as a place where students gain confidence (through quality services), and faculty or lecturers whose get good ratings from users of education services. [2] This statement shows the importance of role of the lecturers as a party who provides educational, and student services that will determine sustainability and success of a higher education institution. Therefore, lecturer is one of the essential components of higher education system. [3] Roles of duties and responsibilities of the lecturers are very significant in realizing the objective of national education, ie educating the nation, improve human quality (including the quality of faith and piety, character, and the mastery of science, technology, and art), as well as bring Indonesia into more developed , fair, prosperous and civilized.
In order to support the improvement of the quality, planning, and development of lecturers including recruitment process, therefore the improvement of qualification of lecturers based on educational background should be be done carefully, to ensure quality development of education on subject and learning process effectively and efficiently. As the figure 1 showed, the quality of education for lecturers in Private University is determined by the quality of services provided by the University, where production process is a process of education services, while the quality of education is the result of the services provided by the Private University.
This statement shows the importance of role of the lecturers as a party who provides educational, and student services that will determine sustainability and success of a higher education institution. Roles of duties and responsibilities of the lecturers are very significant in realizing the objective of national education, ie educating the nation, improve human quality (including faith and piety, character, and the mastery of science, technology, and art), as well as bring Indonesia into more developed , fair, prosperous and civilized. Therefore, to achieve good performance, the lecturers must have a high motivation, adequate competence, good leadership, and the support of the working environment.
. As figure 2 showed to create lecturer performance is not easy, because of the performance of the good lecturer could be created if the variables that influence, such as work motivation, leadership, and organizational culture can be accommodated properly and accepted by all the lecturers in an organization Private University. [4] in [5] suggests that organizational performance depends on the performance of the individual, or in other words, individual performance will contribute to the performance of the organization, which means that the behavior of organizational members either individually or in groups give power over the organization's performance, because the motivation will affect the performance of the organization.
The performance in this study is something that occurs due to the influence of the organization's leaders, either actively or passively. A leader active is someone were directly lead organizations, but leaders passive is someone who is not directly in place or involved in the organization. Here are described in the table some evidence to suggest that the importance of leadership in an organization, especially the University of Sang Bumi Ruwa Jurai (as a sample) to show how far the ability of employees and lecturers in completing the work, as follows: Table 1 shows that there's unique in completing routine work either with or without a leader. According to the table, if the leader is in place the work will be completed, and if the leader is not in place then many work are not resolved properly. Therefore, based on the phenomenon, a leader of Private University needs to steer the motivation to create organizations conditions through establishment of a work culture so that lecturers feel motivated to work harder, and finally the performance achieved is also high. Motivation should be directed to be priority strategy and can not given to any lecturers with different kinds. So that the strategy can be well received by the lecturers.
Beside motivation and organization culture, leadership is also one element of significant value in the college management system. Leadership is an ability to influence a group towards the achievement of objectives. Definition of leadership shows that it is needed to improve the competitiveness of the organization on an ongoing basis. Leadership is a process in which a person can be a leader through a continuous activity that may affect the followers in order to achieve the objective of the organization. Based on the background described above, therefore it can be identified several issues may affect the motivation and performance lecturers foundation in Private Universities in Bandar Lampung are found that most of leader in Private Universities in Bandar Lampung has a weak leadership style, so the motivation and performance of lecturers are become low and has implications for output produced ; there is a problem in an effort to improve performance lecturer in order to provide optimum performance [6] , because of high dependence of the completion of a job so that it is needed supervision activities; the presence of leadership affects to completion of the quality of work and target; most of the organizational culture is not good, so that lecturers have low motivation and implied to the low performance of lecturer; the motivation of lecturers in Private University in Bandar Lampung is less precise, this condition will imply for the low performance; career path is less clear, so it can affect to job satisfaction low and implications for the low performance of lecturers; the level of discipline held lecturer Private University low, so the impact on the quality of teaching on campus; and interpersonal communication is ineffective among the organizations in Private University, that affect the lecturer performance.
Therefore, the objective of research can be explained as follows: Analyze the influence of leadership style and organizational culture to the motivation of lecturers remained the foundation Private University in Bandar Lampung; and analyze the contribution of leadership styles, organizational culture, and work motivation on the performance of foundation lecturer in Private University in Bandar Lampung.
II. THEORY OVERVIEW Leadership style shows, directly or indirectly, about the conviction of a leader of the ability of subordinates [7] . That is, the style of leadership is the behavior and strategy, as a result of a combination of philosophies, skills, personality traits, attitudes, which are often applied a leader when he tried to influence the performance of subordinates [8] . In psychology, an important aspect in the work of leadership is the extent to which leaders are able to influence the work motivation of human resources to enable them to work productively with full responsibility [9] .
According to [10] , style of leadership are patterns of behavior that are preferred by leaders in the process of directing and influencing workers. From that sense it was revealed that what was done by the employer have an influence on subordinates, which can generate motivation and excitement of working and vice versa.
Organizational culture is a tool in interpreting life and behavior of the organization [11] . A strong culture is a powerful tool to direct and motivate behavior [9] , because it helps employees to do their jobs better, so that every employee needs to understand the culture and how that culture implemented.
Organizational culture is a system of shared meaning held by members that distinguishes the organization from other organizations [12] . Thus the stronger the culture of the organization can have a direct impact on employee motivation.
Research [13] within the scope of the service industry further demonstrate the critical role of transformational leadership in improving employee performance. [14] , empirically also found transformational leadership influence employee performance.
Jennifer Chatman and Bersade in [15] , take sample of 102 financial services firm in the United States. The findings related to the strong organizational culture are: (1) strong organizational culture helps the performance of business organizations because it creates a level that is remarkable about the employees; (2) strong organizational culture, helps the organization's performance, because it provides structure and the control you need without having to rely on formal rigid bureaucracy and that can suppress the growth of motivation and innovation.
When leaders show good leadership, employees will have the opportunity to learn the proper behavior to deal with the job.
Based on [16] , organization of culture is reflected in the work culture can be recognized by its form in the form of values contained therein, institution or system of work, as well as the attitudes and behavior of the employees in this case the lecturer who carry it out. So that, work culture of lecturer will be defined as the attitudes and behavior of individuals and groups of lecturers based on values that are believed to be true and it has become the nature and enforcement customs duties and daily work. This is a continuous process where the member of organizations express their concern about the organization, their success and sustainable progress. As described that motivation is the driving force that creates the excitement of one's work, to cooperate, work effectively, and integrated with all resources to find satisfaction. Thus the attitudes and behaviors of lecturers who have high motivation at work can influence the increased of performance [17] . It means that the lecturers performance can be measured from the work achieved by the lecturer, work effectiveness and efficiency, and productivity in carrying out the activities, programs, policies.
As has been disclosed that the leadership styles of behavior and strategies, as a result of a combination of philosophies, skills, personality traits, attitudes, which are often applied a leader when he tried to influence the performance of subordinates.
According to [18] , in addition to the leadership style organizational culture can also affect the performance of employees. Formed a strong culture within an organization will directly form the system followed by the employees and can improve employee performance.
III. METHODOLOGY
This research is quantitative and descriptive research. The main objective of this study was to identify the causal relationship among various variables. According to [19] , descriptive approach used to obtain information about the symptoms at the time of the study, therefore the essential elements that must be considered in the survey is the process of making the questionnaire, the determination of the list of questions, as well as the format of the questionnaire design.
This research is quantitative and descriptive research. The main objective of this study was to identify the causal relationship among various variables., therefore the essential elements that must be considered in the survey is the process of making the questionnaire, the determination of the list of questions, as well as the format of the questionnaire design [20] . Beside that, the study also will prove a causal relationship between the independent variable leadership, and organizational culture; work motivation as intervening variable; and dependent variable of lecturers performance. Using random sampling method, sample data taken as many as 244 of the 974 population foundation lecturer in private Universities in Bandar Lampung, and by using structural equation model of the second order as an analytical tool that will be done to make conclusions.
While the variables of this study consisted of a latent variable (unobserved variable) and the manifest variables (observed variables) are formed on the two structures. In the first sub-structure, there are two latent exogenous variables are independent variables affect the dependent variable consists of the leadership style and organizational culture. While the latent endogenous variable on the first structure is the motivation to work. While the sub-structure of the two, there are three exogenous latent variable that is the style of leadership, organizational culture and work motivation with endogenous latent variable lecturer performance.
To formulate statements within the questionnaire, first thing to do is to determine the research instrument used to measure the variables observed. From this research instrument, the researchers will develop the instruments in the form of operational definitions [20] , where the operational definition is the development of the theories underlying the variables to be measured. The operational definitions of the variables to be observed are:
1. Leadership Styles. Conceptual definition of the variable leadership style is: "The means used by a leader in urging subordinates or employees within the organization to achieve organizational objectives through change".
While the definition of Operations in the style of Leadership is to measure force of Leadership in this study was developed from situational leadership theory by Paul Hersey and Ken Blanchard in [21] consisting of four (4) dimensions of leadership styles, namely: Telling-Directing, selling-Coaching, Supporting and Delegating-Participating.
2. Organizational Culture. Definition Conceptual variable Organizational Culture is: "A pattern of basic assumptions invented, discovered or developed by certain groups as learning to overcome the problem of external adaptation and internal integration are authorized and implemented properly and therefore taught / passed on to new members as the proper way to understand, to think, and feel familiar with the matter ", (Schein in. [22] Conceptual definition of the variable Work motivation is: "The conditions that influence evokes, directing and maintaining positive and productive behaviors associated with the work environment". [23] 4. Performance Lecturer. Conceptual Definition of lecturers Performance are: "The perfomance is the quality and quantity can be achieved by a teacher in carrying out tasks according to the responsibility given to him". [24] And Operational Definitions on faculty performance variable is operationally measured using four (4) dimensions derived from the Tri Dharma Perguruan Tinggi ( three University Roles and Performance); namely: education and teaching, research and scientific publications, Dedication to the community, and Support Activities.
In this study analysis is qualitative and quantitative analysis, where the qualitative analysis performed using theories, literature and studies that are relevant to the topic of this study. While quantitative analysis is by using analysis of SEM (Structural Equation Modelling) with the model used in this study is a model of causality or influence the relationship between the variables used.
To create a complete modeling of the following measures should be taken: 1) Develop a theory based on a model, where the SEM is based on a causal relationship, it means that changes in one variable is assumed to be changed in other variables, 2) Establish a flowchart of a causal relationship to describe the relationship between variables in a flow chart that can be especially helpful in describing a series of relationships between constructs and theoretical models that have been built in the first phase. As in preparing flowcharts, it will describe relationship between constructs with arrows. The arrows depicted straight stated that a direct causal relationship between the construct with other constructs. Here, the construct means is exogenous construct designated by the line with one arrowhead, b. Constructs endogenous variable where all factors that predicted by a single or multiple constructs. Constructs can predict endogenous construct at one or several other endogenous, but exogenous constructs can only be associated or causality with endogenous constructs. Further research can be seen flowchart on figure 3 , and then 3)
Change the flow diagram into structural and measurement model equations. In this third step and a structural equation model of the specific measurement ready made is with making and changing the flowchart into the measurement model. Thus, from the 3 step above, the equations are built from converted flowchart consisting of: Endogenous concept: X5 = λ5 Cultural Organization + ε5 X6 = λ6 Organizational Culture + ε6 X7 = λ7 Cultural Organization + ε7 X8 = λ8 Organizational Culture + ε8 X9 = λ9 Cultural Organization + ε9 X10 = λ10 Organizational Culture + ε10
Source: Author data processed, (2015) Figure 5 . CFA Organizational Culture.
Endogenous concept: X11= λ11Work Motivation+ε11 X12 = λ12 Work Motivation + ε12 X13 = λ13 Work Motivation + ε13
Source: Author data processed, (2015) Figure 6 . CFA Work Motivation.
Endogenous concept: X14= λ14 Lecturer Performance + ε14 X15 = λ15 Lecturer Performance + ε15 X16 = λ16 Lecturer Performance + ε16 X17 = λ17 Lecturer Performance + ε17
Source: Author data processed, (2015) Figure 7 . CFA Work Performance
Hypothesis
As for the hypothesis of this study are as follows: H1: There is the influence of leadership style and organizational culture on work motivation remains the lecturer of foundation in Private University in Bandar Lampung.
Because the value of CR or t-value 5.26 then Ho is rejected, and the conclusion is received H1. H1 statement is: "There is a positive and significant effect of leadership style and organizational culture on work motivation remains the foundation Private University lecturer in Bandar Lampung". [25] argues that leadership is the ability to influence others (staff) such that the other person is willing to do the will of the leader though personally it might not be her . Similarly, [26] argues that leadership is a process of influencing the behavior of others to behave as would be desired.
While the organizational culture are the norms, values, assumptions, beliefs, philosophy, customs organizations, and so on that are developed in a long time by the founders, leaders, and members of the organization are socialized and taught to new members as well as applied in the organization's activities so as to affect the pattern think the attitude and behavior of members of the organization in producing the products, serve customers and achieve organizational objectives [27] . In general, people motivated by cultural influences their behavior. Culture requires individuals to behave and give instructions to them to know what it must be followed and studied. The condition also applies in an organization. [28] Then motivation is the driving force that led to someone willing and willing to exert the ability in the form of expertise and skills, energy and time to organize various activities that are the responsibility and fulfill its obligations in order to achieve the objectives and targets of activities that have been determined. [29] Hypothesis testing 2 Results of testing the second hypothesis which shows that there is a positive and significant effect of leadership style and organizational culture on work motivation the foundation lecturer in Private University in Bandar Lampung turned out in line with and reinforces the findings of previous studies conducted by several researchers such as: [30] , which generally resulted in the finding that the leadership style or leadership and organizational culture together positive effect on work motivation.
From the above discussion it can be concluded that leadership style and organizational culture has contributed to the motivation to work, because the Full Feasibility Test Model was significant or meet the criteria for testing. Thus the efforts made by the Private University in the city of Bandar Lampung to increase the motivation of foundation lecturers can through improved leadership styles and organizational culture within the Private University in the city of Bandar Lampung.
Based on the hypothesis outlined based on the results of the analysis conducted obtained the following results:
H1: There is a contribution of leadership, organizational culture and work motivation on the performance of foundation lecturer in Private University in Bandar Lampung. It means that full Feasibility Test Model SEM indicate that the full model is significant, it can be concluded that: "There is the contribution of leadership, organizational culture and work motivation on the performance of foundation lecturer in Private University in Bandar Lampung".
Based on the results of testing hypothesis 2 which says that there is a contribution of leadership styles, organizational culture and motivation to work together on the performance of foundation lecturer in Private University in Bandar Lampung turned out in line with and reinforces the findings of previous studies conducted by several researchers such as: [31] which would generally produce findings that the style of leadership or leadership, organizational culture and motivation to work together to contribute to the performance.
From the above discussion it can be concluded that the style of leadership, organizational culture and work motivation has contributed to the performance of foundation lecturer in Private University in Bandar Lampung, because Feasibility Full Model was significant or meet the criteria for testing. Thus the efforts to be made by Private University in the city of Bandar Lampung to improve the performance of tenured foundation lecturer can through improved leadership styles, organizational culture and lecturer work motivation in the Private University in Bandar Lampung.
Effect of Direct, Indirect and Total 1. Direct Impact.
Further analysis of the discussion to see how strong the influence of exogenous variables on the intervening variables and the endogenous variable, either directly, or indirectly. Thus will be able to define a clear strategy in order to improve employee performance. The result of the calculation of the effect of direct, indirect and total effect is as:
Source: Author data processed, (2015) Figure 10 . Coefficient of Direct Impact SEM Model a. Direct Impact Sub-Structural In sub-structural equation, from figure 11, it can be seen that the contribution of the organizational culture is more dominant than the leadership style to the work motivation. Contributions of organizational culture on work motivation of 0.47. While the contribution of leadership style to the work motivation of 0.37. So that efforts Private University in Bandar Lampung to increase the motivation of foundation lecturers and improve organizational culture than increasing leadership style led Private University in Bandar Lampung.
b. Direct Impact of Structural In the structural equation, the figure 11 can be seen that motivation has contributed the most dominant contribution to the performance (compare to leadership style, and organizational culture). Contributions of work motivation is 0.40, the organizational culture 0.32 ; and leadership style 0.19 on employee performance. Thus, to improve the performance of Foundation lecturer in Private University in Bandar can be operated primarily through motivation, then the organizational culture, and leadership style of Private University in Bandar Lampung.
2. Indirect Impact figure 12 show the results of calculation of the contribution of leadership style and organizational culture on performance of lecturers. The result is a culture of the organization (0.19)> leadership style (0.15). That is indeed the foundation lecturers in Private University in Bandar Lampung more pleased enhanced organizational culture than the leadership style of leadership to improve performance.
Source: Author data processed, (2015) Figure 11 . Coefficient of Indirect Influence SEM Model 3. Total Impact figure  13 can be seen that organizational culture has contributed a total of more dominant than the leadership style of work motivation. The total influence of organizational culture on work motivation of 0.47. While the contribution of leadership style to the work motivation of 0.37. So that the foundation lecturers motivation more dominant to improve the organizational culture than leadership style.
b. Total Sub-Structural 1 Impact In sub-structural equation, from the table 3 and figure  13 can be seen that organizational culture has more dominant contribution than the leadership style to work motivation. The total influence of organizational culture on work motivation of 0.47. While the contribution of leadership style to the work motivation of 0.37. So that efforts Private University in Bandar Lampung to increase the motivation of lecturers remained dominant foundation improve organizational culture than improving leadership style.
c. Effect of Total Structural
In the structural equation, on the table 3 and figure  13 , can be seen that organizational culture has the most dominant contribution to performance than leadership style and motivation. The net effect of 0.50 organizational culture, motivation of 0.40 while the leadership style of the performance of the lecturers 0.33. Thus, to improve the performance of foundation lecturer in Private University in Bandar Lampung can be operated mainly through an increase in the organization's culture, motivate lecturers, and then apply the appropriate style of leadership. As for the work motivation can also be regarded as an intervening variable with a positive coefficient and big enough although it is not significant. So Private University in Bandar Lampung in improving the foundation lecturer performance can be through motivating the foundation lecturers, coupled with the improvement of the organizational culture and leadership style. 2. In the structure, leadership style, organizational culture and work motivation lecturer positive and significant effect on the lecturer performance in Private University in Bandar Lampung. These findings prove that the efforts to improve the performance foundation lecturer in Private University in Bandar Lampung will happen if the leadership jointly implement appropriate style of leadership, backed by a strong organizational culture, as well as their motivation to work the lecturers were high. This conclusion is also in line with what is expressed by Smith, F Gerald and Hamlin. R on the model of organizational culture, leadership and motivation will improve lecturer performance, but there are other variables that influence. Implications 1. In sub-structure, leadership style and organizational culture has a positive and significant contribution to the work motivation remains the foundation lecturer in Private University in Bandar Lampung. The policy implications of these findings are an attempt to increase the motivation of teachers can through apply the leadership style and culture simultaneously. Having regard to the indicators and dimensions have a coefficient (λ) is dominant, then it needs to be improved variable dimensions and indicators of leadership style and organizational culture that is dominant, according to the table 5:47. (P. 174), namely: (1) indicators GK03 (0.87)  "Leaders establish good relations with staff", (dimension X1 = Telling Directing), (2) indicators GK 09 (0.83)  " leaders were able to motivate the lecturers ", (dimension X3 = Participating-Supporting), (3) an indicator BO04 (0.87) " I am satisfied with the merit system implemented on the campus I ", (dimension X6 = the reward system), (4 ) indicator BO07 (0.82)  "If I make a mistake I immediately fix it" and (5) indicator BO08 (0.82)  "I have a willingness to learn" (dimension X8 = tolerance). So to increase the motivation of the foundation lecturers in Private University in Bandar Lampung, the leaders need to be in a better relationship, more motivated lecturers, improving existing merit system, conduct training and encouraging staff and lecturers to improve education independently. 2. In the structure, leadership style, organizational culture and work motivation of lecturers have a positive and significant contribution to the performance of foundation lecturer in Private University in Bandar Lampung. The policy implication of these findings is to improve the performance of lecturers, therefore leaders in several Private University in Bandar Lampung must carry out jointly ideal leadership style, organizational culture is dynamic, strong and high lecturers work motivation. Efforts through leadership style, it should be increased dimensions and indicators of leadership style variable that has a coefficient (λ) is dominant, according to the table 5:47. (P. 174), namely: GK03 indicator (0.87)  "Leaders establish good relations with subordinates", (dimension X1 = Telling Directing) and indicators GK09  "Leaders were able to motivate the lecturers", (dimension X3 = ParticipatingSupporting). While simultaneously necessary efforts to improve the performance of lecturers through the organization's culture. It needs to be improved on the dimensions and indicators of organizational culture that has a coefficient (λ) is dominant, according to the table 5:47. (P. 174), namely: BO04 indicator (0.83)  "I am satisfied with the system implemented on the campus I", (dimension X6 = The reward system) and indicators BO07 (0.82)  "If I make a mistake I immediate fix "and indicators BO08 (0.82) " I have a willingness to learn "(dimension X8 = tolerance). So to increase the motivation of the foundation lecturer in Private University in Bandar Lampung, leaders need to further improve the existing merit system, conduct training and encouraging staff and faculty to improve education independently. While efforts to improve performance through work motivation, which is the work motivation variable indicator which has a coefficient (λ) is dominant, according to the table 5:47. (P. 174), namely: MK09 indicator (0.79)  "I would like to occupy the highest offices in this campus" (dimension X6 = Power). So to improve the performance of the foundation lecturers in Private University Bandar Lampung through work motivation for this larger variable improve performance after mediating variables of leadership and cultural organizations exist in affect to performance. is that leaders need to further improve career development for their professors on average wanted to occupy the highest offices. Thus, in this managerial implications the motivation variables can be mediated with both variable Leadership and Cultural Organization in improving performance These findings prove that the efforts to improve the performance of foundation lecturers in Private University in Bandar Lampung can be done if the leadership of simultaneously applying appropriate style of leadership, backed by a strong organizational culture, as well as their motivation to work the lecturers were high.
